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Recruitment in the public sector in contemporary African societies was conducted 
mostly through traditional and manual sourcing of teeming number of suitably 
qualified applicants which many stakeholders believed is full of inconsistencies and 
neglect of universally clamoured good governance practice. To be in line with global 
realities different countries in Africa including Nigeria started to embraced the use of 
electronic tools to obtain the maximum number of personnel they require to fill 
existing job vacancies. Most public sector organisations relied heavily on private 
recruiting firm for sourcing applicants online who charged high fees causing a lot of 
hardships on both applicants and the organisation. This study critically assesses the 
extent of applicability of good governance practices in the process of recruiting 
personnel through electronic means. Qualitative method was employed through face 
to face interview with applicants and stakeholders. The data was collected and 
analysed. The result revealed that the conduct of e-recruitment in public sector is yet 
to address the problems bedevilling recruitment and hiring process. Therefore it is 
recommended that political patronage and lukewarm attitude of policy makers 
towards justice and fairness should be address squarely by the government and its 
agencies. 
 












The success or failure of any public sector organisation depended largely on the 
calibre of its workforce .The availability of competent and effective labour force does 
not just happen by chance but through a well articulated and good recruitment 
exercise (Peretomode, 2001). Recruitment is a set of activities used to obtain a 
sufficient number of the right people at the right time from the right place. (Nickels et 
al. 1999), and its purpose is to select those who best meet the needs of the work 
place, and to develop and maintain a qualified and well informed workforce.  
 
In a tight and competitive labour market recruiting the most qualified candidates to fill 
an existing job opening is one of the main roles of human resource managers. In the 
civil service the proper management of Men, Money, Machinery, Methods and 
Materials can only be achieved if suitably qualified people are recruited to manned 
both managerial and non-managerial positions. E-Recruitment in the public service is 
a new phenomenon introduced around 2005 in Nigeria when Bureau for Public 
Service Reform recommended the usage of online recruitment tools for hiring 
personnel into the public sector. The government gazetted report on recruitment 
revealed that traditional recruitment was jettisoned in favour of electronic recruitment 
because: 
1) The newspapers used for advertisement lacked geographical spread so that 
nooks and crannies of Nigerian society can have equal access to information on 
available job vacancies and hiring procedures. 
2) The previous conduct of recruitment exercises was very costly in the period of 
economic recession. 
3) There is poor record keeping of documents submitted by applicants. 
4) Job description and specification on the print media is always unclear with full of 
inconsistencies. 
5) There was high level bureaucratisation and delays in executing recruitment 
decisions. 
6) The exercise is cumbersome and time consuming where it takes the commission 
a complete month to finish the selection process. 
 
1.1 GOOD GOVERNANCE 
Good Governance in this context refers specifically to improve service delivery in 
governance. The phrase gained prominence around 20th century when different 
countries of the world are clamouring for increased productivity and transparency in 
the management of both human and material resources (Diarra et al. 2011). The 
introduction of ICT in government daily operations more especially in recruiting large 
number of suitably qualified applicants is a means for realisation of good 
governance. Good governance depends on transparency, accountability and equality 
in ways that are responsive to the needs of people. It is composed of the 
mechanisms, processes and institutions through which citizens and groups can 
articulate their interests, exercise their legal rights, meet their obligations and 
mediate their differences to promoting effective governance, including corporate 
governance, law, and civil society and managing the public sector (Martadha et al., 
2010). 
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Simply put, Governance is good provided it is able to achieve the desired purpose of 
the polity defined in terms of equity, justice and protection of individual life and 
property, preservation of rule of law, enhance popular participation and improved the 
living condition of the governed. Governance is term bad if it fail to achieve the 
purpose(s) of state (Ogundiya, 2010). If the governance is not good it entails 
corruption, lack of transparency and accountability, an avenue for providing 
opportunities to well connected elites and interest groups in the society to corner for 
themselves certain proportion of state resources at the detriment of the masses 
(Obadan, 1998). Good governance were measured based on some underlying 
principles cutting across political, economic, social and administrative consideration. 
The figure below shows underlying principles of good governance which if fully 
implemented will address the issue of loop-sidedness in the recruitment process. 
 










                                        GOOD 





    Efficiency and             Equity                  Consensus  
    Effectiveness                                          Orientation                                                               
 
    Source: Nasahsh culled from United Nations (2010) 
 
2. Problems Statement 
 
The problem confronting civil service in developing countries is how to ensure good 
governance in recruiting the most suitably qualified candidates who will mount 
various positions in the organisation. Previous studies conducted on E-Recruitment 
mostly dwelled in the private sector organisations like those conducted by 
(Blickenstorfer, 2006; Kim et al., 2009; Verhoeven et al., 2008) and of recent review 
of some literatures indicated that E-recruitment is a relatively young research field 
(Wolfswinkel, 2009). Nevertheless, very limited research has been carried out in this 
area to date and existent literature in the area focuses mainly on the United States 
(Verger et al., 2006). Currently, there is minimal field of internet recruitment literature 
(Young et al., 2003), this may be as a result of newness of the topic, the rapid pace 
of change which makes information quickly out of date (Bartram, 2000) and the 
advancement of the practice in the USA. E-recruitment system adopted in Nigerian 
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public sector is a recent phenomenon as such critical discussion of issues 
surrounding it is not found in most literatures. 
 
One of the major challenges facing recruitment of large number of applicants in 
contemporary societies is how to manage such a magnificent number. With this 
development, traditional recruitment system was jettisoned in most public sector 
organisations because it lacks transparency, equity and good governance. Previous 
studies conducted on E-Recruitment dwelled on recruitment performance (Verger, 
2006), advantages and disadvantages of internet recruitment; we-find-you or you-
find-us (Verhoeven et al., 2008), applicants perceptions on an online application 
system (Sylva et al., 2009), recruiting on corporate websites (Pfieffelmann et al., 
2010) but only little data can be found on good governance and e-recruitment in the 
public sector. 
 
       Also there is the issue of transparency, responsiveness, efficiency and 
accessibility in recruiting through the internet especially in Nigeria where there are 
few internet service providers that provide internet gateway services to Nigerians. 
Such internet providers are made up of Nigerians who are in partnership with foreign 
information and communication companies. Many of these companies provide poor 
services to customers who are often exploited and defrauded. The few reputable 
companies, which render reliable services, charged high fees thus limiting access to 
the use of the internet. The greatest technological challenge in Nigeria is how to 
establish reliable cost effective internet connectivity so that each and every citizen 
can have access to modern recruiting tools.  
 
Another major challenge is deficient technological infrastructures that can propel the 
use online recruitment tools. The technical challenge with the internet includes 
problems in the infrastructure on which the network runs including insufficient 
bandwidth or under capacity and lack of security. In Nigeria the major impediment is 
electricity which is a linchpin within which internet can operate efficiently and 
effectively. Currently no portion of the country can boost of having 12 hours 
uninterrupted power supply. These hiccups affect online recruitment as most internet 
gadgets depended largely on stable electricity supply. Also there was the problem of 
confidentiality, security and privacy of applicants’ personal information. Most of the 
applicants feared sending their resume to unsecured websites more especially 
private consulting firms appointed by the government. Belanger et al. (2002) 
asserted that most organisational recruitment websites are characterised with slow 
data access, difficulty searching for specific information, information clutter, time 
delays due to images, the unreliability of sites, and incomplete category searches. 
 
Also lack of proper feedback from the organisation hinders the smooth applicability 
of good governance practice in Nigerian electronic recruitment strategy. On different 
occasion, prospecting candidates are always eager to know the status of their 
application which is deficient in most organisational websites. Feldman & Klass 
(2003) conducted a study on internet job hunting significantly associated with the 
amount of general job searching, particularly for those who want to explore job 
options initially without fear of redistribution from supervisors. It further stated that 
major issues found to impede the effectiveness of on-line recruiting are the degree 
and speed of follow-up- on-line applications, lack of specific and relevant job 
descriptions on the website, concerns about the security of information, and difficulty 
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in customizing, formatting, and downloading resumes to organisational 
specifications. 
 
Bumah (2008) lamented that good governance practice is lacking in electronic 
recruitment especially in the public sector where sells of scratch cards is becoming 
rampant by different government agencies as compared to private sectors who 
engaged in e-recruitment for long but never use scratch card sells as part of their 
bargain. Applicants were forced to buy scratch cards before they can log on to 
access the recruitment portals. The scratch card may be invalid because it has 
validity period, sometime it may not function well when inserting the digits into the 
computer. In case applicants want to check the status of their application they need 
to buy the card again which are sometime usable in some designated cybercafés 
and may warrant them paying for additional journey and cost. 
 
3. Literature Review 
 
Recruitment is described as “the set of activities and process used to legally obtain a 
sufficient number of qualified people at the right place and time so that the people 
and the organisation can select each other in their own best short and long term 
interest” ( Randall, 1987 ). In another perspective, it means the positive action taken 
to find the right quality and quantity of personnel into an organisation by paving the 
way for producing the smallest number of candidates who appears to be capable of 
either performing a task or of developing the ability to do within a period of times, 
duties acceptance to the employing organisation. 
 
 Recruitment is integral part of human resource, and involves the process of 
identifying and attracting or encouraging potential applicants with needed skills to fill 
vacant positions in an organisation (Peretomode, 2001), matching them with specific 
and suitable jobs, and assigning them to those jobs (Chandan, 1987). Recruitment 
into the civil service seems to be more complex, cumbersome and complicated 
because of numerous guidelines and procedures. Public service recruitment is the 
process through which suitable candidates are induced to compete for appointment 
into government jobs (Briggs, 2007). It is a system that offers equal opportunities to 
all citizens to enter the government service, equal pay on equal job to all employees 
doing work requiring the same degree of intelligence and capacity, equal 
opportunities for advancement, equal favourable conditions and equal participation in 
retirement allowances and make equal demands upon the employees (Willoughby, 
1964). 
 
On the theories of recruitment Joshi (2005), identified three theories. The first is the 
objective factor theory which viewed the process of organisational choice as being 
one of weighing and evaluating a set of measurable characteristics of employment 
offers, such as pay, benefits, location, opportunity for advancement, the nature of the 
work to be performed, and educational opportunities. Secondly, is the critical contact 
theory which suggests that the typical candidate is unable to make a meaningful 
differentiation of organisation’s offers in terms of objectives or subjective factors, 
because of candidates’ limited or very short contact with the organisation? Choice 
can be made only when the applicant can readily perceive the factors such as the 
behaviour of the recruiter, the nature of the physical facilities, and the efficiency in 
processing paper work associated with the applications. Thirdly, the subjective factor 
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theory which emphasises the similarity between personality pattern and the image of 
the organisation, i.e., choices are made on a highly personal and emotional basis. 
 
  In another perspective Obisi (1978) identified two theories of recruitment as 
prospecting and mating theories. In prospecting theory the applicant moved from one 
organisation to another searching for job but in mating theory it is the organisation 
that moved from one place to another searching for the most qualified candidates to 
apply. Veger (2006), called it ‘We-find-you’ and ‘You-find-us’ theories. He stated that, 
We-find-you theory refer to methods where the organisation searches for applicant, 
You-find-us theory refer to the methods where the organisation places a job advert 
and the initiative to apply lies with the potential job applicant. In another perspective, 
recruitment can be active or passive. In the case of passive recruitment, the 
organisation waits until an applicant gets in touch with them, such as unsolicited 
applications. Today, many organisations have websites that contains information for 
people seeking jobs. In the case of active recruitment, employers actually go in 
search of potential candidates.  
 
In a more elaborate sense, recruitment theories can aptly be formal or informal. The 
formal recruitment involved posting job advertisement in a newspaper or magazine 
that is involving some intermediary between the employer and the potential 
employee. In case of informal recruitment the employer’s network of contact is used 
(Boxman, 1992). This network could include the personal networks of the existing 
workforce as well as other employers, people working in the same business or 
employers in the vicinity. However before the emergence of internet as recruiting 
source where do candidates get information about job openings in public sector 
organisations? In the earliest stage, recruitment contact information about objective 
and subjective characteristics is likely to be the result of exposure to recruitment 
sources (Allen et al., 2007). There are basically two sources of recruitment where 
applicants can be drawn in the public sector. These sources are classified as either 
internal or external. When using internal sources of recruitment the organisation 
turns to existing staffs to fill the available vacant position. Internal source of 
recruitment are not expensive and are less time consuming, compared to external 
sources (Jones, 2000). 
 
 But if the organisation experienced limited pool of candidates internally and the 
system may not have suitably qualified candidates within then the organisation can 
resort on searching for talent externally. When recruitment is conducted externally, 
the organisation looks outside for potential applicants. External recruitment is likely 
to be used especially for lower entry jobs in periods of expansion, and for positions 
whose specific requirements cannot be met by present employees within the 
organisation (Briggs, 2007). 
 
 There are multiple means through which organisation can recruit externally as 
provided by (Mukhtar, 2011) as follows: 
     -Active files of potential candidates kept in the organisation 
     -Advertisement through newspapers, magazines, television, radio, internet etc 
     -Institutions of higher learning like universities, polytechnics, etc. 
     -Government recruiting agencies like civil service commissions 
     -Professional associations e.g. medical associations, bar associations etc 
     -Labour unions like labour congress, trade unions etc 
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     -Military and paramilitary recruiting centres 
     -Inter and intra-organisational transfers 
     -Extra-continental and overseas recruiting 
     -Field trips or field recruiting 
     -Walk-ins 
     -Write-ins 
     -Employee referrals 
     -Billboards at social and commercial centres 
     -Scouting and head hunting. 
External sourcing has both merits and demerits. Its merit includes ability to attract 
and give equal opportunity to large number of applicants, wider choice, as well as 
being able to allowed new entrance to contribute their own quarter towards achieving 
the overall objectives of the organisation. The demerits includes lack of cost 
effectiveness, issue of central tendency about potential candidates and the 
applicants inability to know more about the inner modus operandi of the organisation.  
 
4. E-Recruitment: An Overview 
 
E-Recruitment originated in the form of independent job sites Bulletin Board Systems 
in the 1980s. Initially only the United States Universities and the Military had access 
to internet facilities. However the PC revolution that embraced the world in the early 
1990s changed the corporate landscape completely. In 1994, United States 
launched Monster.com with 20 clients and 200 job openings (Rao, 2001). 
Monster.com pioneered E-Recruitment and today is the leading internet recruitment 
portal globally. The emergence of E-Recruitment as a strategy of cost and time 
serving mechanism coincided with the introduction of New Public Management 
(NPM) in the Public Sector geared toward addressing institutional and structural 
problems afflicting public bureaucracies in both developing and developed countries 
(Garcia-Izquierdo et al. 2011). In 1991, British scientist Tim Berne’s Lee introduced 
the World Wide Web (www) to academic scientist. This is a harbinger to internet 
recruiting. Later, Netscape revolutionalised the concept of web browsing by making 
the internet accessible to the public. In 1997, KPMG established a career website at 
www.KPMGcareers.com in order to remain competitive and to enhance its image as 
a world class E-Recruitment specialist. 
 
In Nigeria, E-Recruitment in the public sector is a new phenomenon introduced 
around 2005 when Bureau for Public Service Reform recommended the usage of 
online recruitment tools to hire personnel in the public sector. Agencies like Federal 
Civil Service Commission, Nigerian Army, Nigerian Police Force, Nigerian Customs 
Service, and Corporate Affairs Commission among others adopted the use of 
internet in their recruitment process. In contrast to some countries like Malaysia that 
is using organisational website to recruit potential candidates in Nigeria the reverse 
is the case because, many organisations, especially those that have potential of 
drawing a large number of applicants, have latched on to the scratch card business 
by using private recruiting consultants to extort money from anxious waiting 
applicants (Bumah, 2008 ). 
 
Recruitment as a human resource management function is one of the activities that 
impact most critically on the performance of an organisation. While it is understood 
and accepted that poor recruitment decisions continue to affect organisational 
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performance and limit goals achievement, it is taking a long for public service 
agencies in many jurisdictions to identify and implement new effective hiring 
strategies. In some areas, existing laws inhabit change; in others, the inhibiting factor 
is managerial inertia (Richardson, 2000). 
 
 However, it is pertinent to note that, Public Service organisations have had little 
need to worry about applicants share and increasing competition since they operate 
in a monopolistic environment. But in the recent time, the emphasis on New Public 
Management approaches has forced public organisations to pay closer attention to 
their service delivery as customers have begun to expect and demand more for their 
money. No longer are citizens content to grumble about poorly-produced goods and 
services and the under-qualified, untrained employers who provide them. As 
societies become more critical and litigious, public service organisations must seek 
all possible avenues for improving their output and providing the satisfaction their 
clients require and deserve. The provision of highly-quality goods and services begin 
with recruitment process (Randall, 1987). 
 
      Moving toward an electronic recruitment strategy does not means discarding 
traditional recruiting vehicles such as print adverts, career fairs, and employee 
referral programmes. One of the advantages of online recruitment is its ability to 
combine with, and improve upon, traditional methods. Electronic recruiting principles 
can improve traditional media by making them more electronic and by integrating 




In-depth and face-to-face interview was conducted which was simultaneously 
executed with the data collection at the research study area (Bogdan, and Taylor, 
1984). Interviews are the most frequently used method in qualitative research 
(Mason, 1996). In the Federal Civil Service Commission which is the recruitment 
umbrella for more than ninety eight federal ministries, departments and agencies, 
selection of key officers for face-to-face interview  brought a balance and unbiased 
representation. Interview was conducted through using minidisk recorder, taking 
pictures with cameras and notes were taken during the interview to argument the 
recorded version of tape recorder. About eight people who are directly involved in e-




The result after coding and retrieval of the data revealed that conventional 
recruitment strategy was not totally discarded that’s both conventional and e-
recruitment methods operated hand in hand.  
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          Table: 1 Number of People Interviewed 
 
 People Interviewed No. Interviewed       % 
 1. Applicants           5       31.2  
 2. Civil Servants           4     25.0 
 3. Members of Civil Society           2     12.5 
 4. Stakeholders           2     12.5 
 5. Labour Union           3     18.8 
          16     100% 
 
In Table 1 above about 5 (31.2%) applicants, 4 (25.0%) civil servants, 2 (12.5%) 
members of civil society group, 2 (12.5%) stakeholders and 3 (18.8%) members of 
labour union were interviewed constituting a total of 16 respondents. 
 
 
                  Table: 2 Response Rate in % 
 
 People Interviewed  % of Those 
Interviewed 
      Good 
   Governance 
       Bad 
   Governance 
  
1 Applicants      31.2         42.0         58.0 
2 Civil Service      25.0        65.3         34.7 
3 Members of Civil Society      12.5        40.1         59.9 
4 Stakeholders      12.5        47.2         52.8 
5 Labour Union      18.8        45.7         54.3 
      Total      100        240.1         259.9 
 
It is also notable from Table 2 above that about 42.0% of the applicants responded 
that there is good governance in e-recruitment while nearly 58.0% of the applicants 
believed that there is no good governance, 65.3% of the civil servants said that there 
is good governance but 34.7% responded in contrary, about 40.1% of the members 
of the civil society groups believed that there is good governance while nearly 59.9% 
responded otherwise, also 45.7% of the stakeholders believed that there is good 
governance and 52.8% lamented that good governance was lacking. In the final note 
about 45.7% of the members of labour believed that good governance dimensions 
were visible while about 54.3% responded in contrary. 
 
               Table: 3 Level of Good and Bad Governance in E-recruitment in % 
 
 Items Aggregate Percentage 
1. Good Governance 240.1 48.0 
2. Bad Governance 259.9 52.0 
 Total 500 100 
 
Cumulatively as shown in Table 3 above, 48.0% of the total respondents believed 
that there is good governance in e-recruitment practices in Nigerian civil service 
while about 52.0% think otherwise. 
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  Some applicants interviewed lamented that they paid substantial amount of money 
to buy scratch cards before they can have access to recruitment portal. Others 
claimed that e-recruitment was designed to give undue advantages to privileged and 
well connected at the detriment of the downtrodden. It further showed that the issue 
of bridging the digital divide is yet to be addressed because people in the rural areas 
and other disadvantaged groups found it very difficult to access the recruitment 
portal hence negate the principles of equity and good governance. But on the other 
side most of the civil servants interviewed believed that e-recruitment is gradually 
gaining ground and transparent in its modus operandi. In the overall, the conduct of 
e-recruitment in Nigerian public sector is yet to fully address the problems bedevilling 




In a situation where large numbers of applicants are chasing few available jobs the 
problem of choosing the most suitably qualified candidate remains inevitable. There 
is the fear of marginalisation of small ethnic nationalities by the major groups in 
distribution of declared vacant positions. The traditional method of recruiting was 
jettisoned in favour of electronic methods in almost all public sector organisations in 
Nigeria with the simple aim of ensuring equity and good governance in all its 
ramifications. So e-recruitment was introduced in order to solve all these impending 
problems but available statistics revealed that lack of accessibility to internet and 
other modern technological gadgets compound the problem instead of solving it. 
Previous studies showed that improper recruitment and placement of right kind 
person in a right kind job at a right time and place jeopardised the organisations zeal 
to attain its stated goals and objectives.  
 
Introduction of e-recruitment in the public sector is part of the reform spearheaded by 
Nigerian government reform initiatives. Higher bureaucratisation and political 
influence created a lot of bottlenecks to the realisation of this laudable objective. 
Moreover, in order to bring lasting solution to this problem there is the need for 
government to address the issue of digital divide so that nooks and crannies, old and 
sundry can have equal access to the internet. Political patronage should not be use 
as yardstick in recruiting potential applicants and finally, major recommendations of 
various civil service reforms should be strictly adhere to. 
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